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ABSTRACT

Due to globalization effect and internationalization competition, cost down to strengthen core competition, and more flexible

manpower utilization and share employer’s duty and risk. Enterprise hire dispatch workers have double growth in 3 years. This

research will study the difference between dispatch workers and regular employees in organization commitment and organizational

citizenship behavior The research samples investigated from enterprise in central district company of Taiwan which has hired

dispatch workers. Total sending 478 questionnaires, and returned 377 are valid . This study is analyzed by variance to analyze

samples depend on organization characteristic and individual characteristic factor to analyze the variation between dispatch workers

and regular employees in organization commitment and organizational citizenship behavior This study finds that there are

significant differences in organization commitment behavior due to staff difference identity and individual characteristic;

organizational citizenship behaviors also have significant differences results. Regular employees have better organization

commitment if they are over 30 years old, married, and working over 2 years. Moreover, dispatch workers have better organization

commitment if their education degree under senior high school, salary above NT$25,000, and working less than 1 year. Regular

employees have better organizational citizenship behavior if they are married, supervisor, and working over 2 years. Dispatch

workers have better organ izational citizenship behavior if they are over 40 years old, married and salary above NT$25,000.
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